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W 10 January 1974 


MEMORANDUM 

SUBJECT: Hiring Black Professionals for QER 


1. Agency recruiter 
visited several black colleges 


and 


and I 
universities 


recently 

seeking 


to 


interest students in Agency employment in the field of 
economics. In talking with numerous school officials 
and some students, one thing stood out: OER faces an 
up-hill road in its determination to expand the minority 
component of its professional work force. We must 
try harder than we have in the past and must be willing 


to shuck off old habits and orthodoxies in our approach 
to the problem. This memorandum discusses some of the 
problems associated with recruiting black students and 
suggests ways that we can solve them. 


STATINTL 


The Dif fie ult i e s 

2. A major set of impediments to. succ es sful hiring oi 
blacks is grounded in the attitudes of the black students 
themselves There is considerable" hostilit y a mong; many of 
"the””b lack students, toward. CIA. Some of this is the proc.uct 
of the general level of radicalism that pervades much 
university life these days, but the attitude goes even 
deeper. There is identification of CIA with, and criticism 
of, its role in the Vietnam war, a war for which many 
blacks feel they carried a disproportionate share of the 
burden. In addition, many black st ud ents id en tify very 
strongly with nationalist movements in Africa, and 
elsewhere, and radicals, .among them hav e f o s tered the 
notion that CIA perpetuates the reactionar y st atus quo... n 
these areas and thwarts the legitimate a sp ir ations of 
black people everywhere for social, politi cal and cul t ural 
growth. Regardless of the validity of these attitudes, 
they"" appear to be well entrenched. On more than one 
occasion, I was told by black professors that, whij-e they 
were sympathetic with the work being done by CIA in my 
field, they could not appear to sponsor a favorable 
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yiewpoint toward us in their classrooms if they expect o 
maintain any empathy with their students. In addition o 
the difficulties which arise out of misinformation abou.. 
the Agency, we also face the;.., proble m that many, students 
have little or no perception of what a prof essional car* '.er 
in a research organization would be like. As one 
professor said, many of his students’, having been raise*, 
in disadvantaged cultural and intellectual circumstance: , 
have never even heard of research, much less do they 
perceive the job opportunities in the field. Their view 
of white-collar society beyond social work, teaching, a: d 
the legal and medical professions, was nothing but a blur. 

3. The second major category of problems is of ou:: own. 

making . The Agency’s professional employment standards am, 
procedures present major obstacles for many black students. 

4. ' It is a simple fact that none but . the best and root - 
advantaged black students can .hope to compete for prof a; sionui 

. positions, in ou r organi za tion. ’ Many " 6 f the black b tudai t s 
enter college with very great gaps in their education, and 
these may be only partially remedied by th eir subsequent 
col le ge work. Reasons for this are obvious and well-known, 
but one" example especially brought the situation home ti- 
me. A guidance counsellor (Black) at Spelman College, 
reminiscing about her own high school days, remembered her 
math teacher who had only a grade school education ( i ) and 
in her words, blighted two generations of black student* 
with her utter inability to understand, much less teach 
the material for which she was responsible. The college 
economic faculty I talked with were without exception 
dedicated and fairly well prepared for their assignments. 

They were, however, overworked and caught up with the need 
to try to fill in these large educational gaps of their 
students. They had little time or energy to bring- theia 
courses up to standards which we expect of most univers: tv 
programs. Despite the very best efforts of such a dedic atec. 
teaching faculty, most of the schools I visi te d car not i-a 
said to .provide, the educational op por tuniti es of the mu" or 
universities from which we draw most of our profesi ional- 
work force . As examples, the Chairman of the Department 
of Economics at North Carolina Central University was 
only an instructor two years ago, and he, the ranking 
member of the staff, has just completed his Master's decree. 
Most of his conversation concerned the problems he facoc 
in helping his students learn about urban civilization in 
the Twentieth Century and his approach, quite paternalistic. 


~ 2 - 
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was quite obviously very demanding of his time as a human 
being ana less so of his qualifications as a teacher of 
economics. Similarly, the' Department of Economics an ~ 
bpelman College lays claim to offering a full economics 
program at the Bachelor's level, and this only because 
die valiant et rorts o£ one woman who, until two vr-ars 
ago, was the only economics instructor at the coll ecu- 

5 . As to employment procedures, few of the blat < 
students understand the necessity of the elaborate " ~ 
investigative procedures r document sit ion , and” the "like . 
itony of them come from home surroundings"' of' hire-on cn 
Monday and payday on Fr id ay . it does little for our 
recruitment program to trot out the 20-odd-page PH3 
form, say "fill this out and wait 3-6 months after waici 
uime we may hire you, if you pass the security check.'' 

r 6 : Finally, our recruitment effort runs up aaa.iast e. 

r, Y vi 9°^ ous anc * aggressive set of competitors . B'Va /k"~* 
students, mediocre to good, are ‘in' much demand' by the 
business community and graduate schools throughout the 
United States. At all of the colleges I visited, the -a 
was profuse evidence of very slick recruitment effort- 
most of the major US corporations. Placement offices 
were loaded down with colorful and interesting recrux inq 
literature. Recruiting officials make frequent pilgr.mage 
co all izne Black schools and frequently stay several oavs 

spending liberally on student and, faculty ali ke r not 

forgetting , the college, placement officials "Further m* >re 

wl\e.n tnese corporations identify students they are i it ere-' 
m hiring, their pursuit becomes intensive, resetnblih< in 
m ? S !r »-iculars the old fracernity hot-box approach o 
pledging. One composite example will illustrate- -this 1 
ma^or US corporation recently identified a black student 
at Atlanta University who fitted into their emplbvmenn 
picture. They invited the student to visit the corpod at jo 
headquarters, all expenses paid, offered him summer' 
employment during the same visit, which, for one reasc ; cr 
anotner , he declined. Subsequently, the corporation t aid 
several calls on the student, always making certain ti : at 
they conveyed their interest to the Director of Placement 
(a long lunch was usually the most appropriate vehicle fer 
the discussion). Early in the recruiting process, hit; 
recruiters made a firm employment offer, and, once the 
student had decided to come with the company, they brc-igM 
him into the corporation at a time selected by the s hr lent 
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Furthermore, as a follow-up, the placement director of the 
university was given an all-expense-paid visit to the 
corporation headquarters after the student had gone to 
work for the company. . . 


_6. Perhaps more subtle, but albeit', effective 
tactics are being used by many of the major graduate 

schools. Nearly all black students with B an d A averages 

. 3ble to go on to graduate school will full— expense— 

schol arship s . Such arrangements frequently"* include 

research grants for the summer periods' "a s well .' One 
professor at North Carolina Central University told me that 
he Jiad carte blanche from several Ivy League colleqes to 
offer this kind of arrangement* to*"“imy sTtudeTirts in his 
class whom he felt could reasonably handle graduate work. 

What Might be Done 


7. Granted at the outset that fiscal .(and per nans 
ethical) constraints prevent us from duplicating the more 
flamboyant tactics of some of our competitors, there are 
some steps within our means which should be considered . 
First and foremost, we need to work _on^ jDur^image among the 
black student community . " 


8, 

closet . 
days in 
fair . " 
central 
meet wit 


This means we must be willing to move out of the 
Each of the campuses I visited has set aside sev. 
the fall and in the spring for a kind of "recruit 
Recruiters are invited to set up booths in a 

a2 TP a ,/ ..usual ly. th e s tudent union, where they can 

•h the students o if" a 'casual'" b a sTs ‘"w ifth 


.PQ „QAthe r , ..side . Several placement off icers’ told ""me that 
this was one of the best ways for the perspective employe 
to get his message across to the students. Having no 
commitment, students could make contact with us through 


this means without risking the 
without, as they might suppose, 

CIA. The risks to this kind of approach are obvious: 
will be heckled at times, and a certain local notoriet 


criticism of their peer 
becoming ensnared by t 


:ra i 
.ng 


no coirtiu 


tv o • 

ne - 
tv o 


may arise. The rewards , however, would seem c lear ly 
offsetting. The mere fact of our being willing to bring 
our message into the open will cause some students to 
rethink their views of CIA. Furthermore, we un doubtedly 

wi 11 get more^line on job-see kers thr ou gh t h is " i "n formal 

procedure t ha n we can hope to through the placement of fic 
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9, _ Secondly, we must as an office be willing to sa :d 
our professional people to the ~b"lack~c p 6 . ' 

times a year to give short, talks”' to ’ ~stnide’nt~'.groups as 
arranged by the economic faculty. It is my impression t ,at 
such meetings could be easily arranged through the facul ,y 
at every college I visited. Our officers who participat ■ 
in this program must be sympathetic to the student viewp »int 
and sufficiently thick-skinned to stand some heckling arm 
pointed criticism. These sessions need not, and perhaps 
should not, be oriented toward a recruitment drive,, but my 
experience suggests that at least one or two students vi 1 
come forward for an interview as a result of such sessions. 

10. Thirdly, I believe it is most impor tant that we 
invite a group of faculty from the economic departments , and 

students of their choice , to come to" 'was hing ton at our a: 

pen.se ..-for a tour of the Agency and a set of . brief irnjs on bo*.: 
Agen cy m atters _and__ economic _ s u b stance . ~ In' par ticu lar *, ' t > e 
former" should” "stress the very * f orward-looking employment 
policies we as an agency practice toward the minority 
employee. The latter could be at an unclassified level 

and could be tailored to be both impressive to the stud a; .-t 
and informative for the faculty. Perhaps as a bonus, a our 
of Washington could be arranged. Such an offering would be 
easy to set up and could be justified on other than publ c 
relations grounds if necessary (e.g., a symposium on the 
economic issues of Black Africa could be one of the features 
of the tour) . The expense of such et procedure would be. 
relatively small (20 participants — $2,000). 

11. All of these tactics considered, the most impor- ant 

step in brightening our image in the black community and 
improving our chances of employing black professionals w. 11 
depend on the extent to which good will and opinion of 3. ad. 
already working for us filters back to"" t he academic" comm unit 
There is, of course, circularity in this "situation .* i-lowt ver 
short of hiring the straight “A" graudate by employing 
normal personnel procedures (a feat which we have been 
noticeably unable to accomplish) , there are other means c f 
breaking through. Our present program for . summer intern- 
ships should and must be given wider pu blicity on the 

black, campuses . This is already being done to some extent, 
but a series of personal letters from the Director, OER, 

to the appropriate department heads would be an additional 
step that can be taken. I was told that the chief problf m 
with our internship program as far as the black student : s 
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concerned is that many who are goi ng o n ■to, or are nt'-l . in \ 

graduate school already have ful l 12-month-a -vonr i. stank-- 
. ships .which would be j eopardi zed by such employment - 
There is really no way around 'this probl.emi~~excopt to 
publicize to the schools the fact that . our internships 
offer considerably more than a summer salary and that ths 
educational benefits from experience in research in 
Washington would be a unique contribution to the student ‘t. 
academic development. Furthermore , the internship might be 
offered to graduating seniors who have not made up their 
minds whether to go on to graduate school, 

12. Another image-building effort^ to which we must 
s eriou s attention is the CO-O P p rogram. SeveraX plXceme n t . ’ ' 
directors indicated to me that this* is "the bestjs ingle way 

for us to introduce ourselves^ to black students with : 

..relatively little commitment on e it h er s1.de . CO-OP ing is 
now a standard educational procedure at a number of 
universities, both black and white, and I am aware that 
some Government agencies, and I believe even some depur tsr.c ,.s 
in this Agency, already are ’ engaged in it. C0-0?inq ' is 
simply this: The student in his junior or senior year is 
assigned to a company or Government agency for up to six 
months, during which time he is expected to work under c ir n 
supervision in fields related to his college major. le a 
paid travel expenses to his place of work and given a 
salary commensurate to the type of work to which he i ; 
assigned. Sometime during his work • period , one or mere e. 
his faculty advisors visit him on the job to observe u.s 
progress. _ Black colleges are enthusiastic about the ::0-O; : 
program. It provides an opportunity for” cultural "bro ,den:r<- 
which most of their students are desperately ™in need >x. 

From our point of view, it would give these student's i 
chance to look us over and, at the very least, when t iev 
return to college, they would report quite a different .ir, .a 
of CIA than currently prevails on the campuses. Whil 
there would be no obligation on our part or the etude nth; 
part to full-time employment on graduation, we would nave 
a most favorable opportunity to offer employment should w 
choose. The disadvantages would mainly be on the ext >nswu 
amount of patient supervision that these students wil 
require, the costs, which would not be compensated by the 
amount of work we could expect from them, and the sec .rise 
difficulty. I am persuaded that all of these difficulties.;, 
could be surmounted and that the rewards to the Agenc - 
would, in the long run, far offset the costs. 
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13. Finally, the overall o 
probably have to be simplified, 
from the middle class blanch at 
v much more: r foreboding must^ t.his^ 


up I o vine nt proe a d u r e v 
We 1 1 -educated via i te 
the. PUS long form, 
bey Jfc o the, black ^ s t \ xd . e 


ill 

4 * 

O <w 

■ low 


less well-educated and filled with 
mat ion abou t , ‘'police tactics 11 of 
I understand from Charles Shaffer 
on some simplifying procedures for 


^ fear.* of ^ and mi si if. or- 
the. v;hitc establis- mear . 
that he has boon v;> ck: ng 
emp 1 oyme n t ap olio., t in = 


and processing. These deserve our attention. 


x s 
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Remarks : l_L’i 


Here is a superb paper on black recruiting 
problems by an OER division chief - well worth 
reading and reflecting upon. 


Almost, if not all of the problems and solutions 
have been raised before but this is the first time 
I have seen them set out together so clearly and 
thoughtfully. 
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3 June 1970 


MEMORANDUM FOR: All Professional Recruiters (FY 70-32) 

SUBJECT : Campus Recruitment Policy 


1. . The attached Memorandum For The Record states 
our policy concerning campus recruiting as "hammered 
out" during our recent conference. Notwithstanding 
recruitment schedules you may already have submitted, 
we must have your new plan by 15 July. 


has 


2. Attached is a copy of a letter 
been using in dealing with his Placement Directors . 

For those of you who have not discussed our new 
approach with your Placement Directors, you may well 
find the second paragraph very handy. In keeping with 
the policy, no specific reference is made to the 
ultimate purpose of the policy: our intention to 
avoid any and all confrontations with radical students. 


Chief , Recruitment Division 


25X1A 


25X1 A 


Attachments 
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3 June 1970 


MEMORANDUM FOR THE RECORD 

SUBJECT: Conference of Professional Recruiters Concerning 

College and University Recruiting 


1. In a meeting of Professional Recruiters on 
15-16 May 1970 the following guide-lines were developed 
with respect to academic recruitment during the 1970-71 
school year. 

a. There will be no schedule of prearranged, 
publicized campus recruitment dates for 
the 1970-71 academic year. Instead, 
each recruiter will prepare an operating 
plan for his territory, listing the 
colleges and universities in which he 
expects to recruit and indicating the 
time he expects to devote to each. This 
plan will be submitted to Headquarters 

by 15 July 1970, and will be confirmed 
in detail during the year as specific 
dates and locations are established. 

b. Recruiters will inform Placement Directors 
at the schools listed, preferably in person, 
that reduced requirements for new personnel 
make it desirable for us to change our 
recruiting procedure. Instead of seeing 
any and all students who may wish to get 

on the Recruiters' schedule through the 
usual sign-up procedure, we will emphasize 
contacts with faculty and departmental 
advertising as means of identifying 
specifically qualified candidates. 
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Page 2, Conference of Professional Recruiters Concerning 
College and University Recruiting 


c. Wherever feasible, it will be agreed 
with the Placement Director that local 
advertising (departmental bulletin boards, 
campus newspaper, etc.) will ask 
potential applicants to contact the 
Placement Office to submit resumes or -o 
seek further information. Thus the 
Placement Director will continue to 
participate in the process, and. the 
Recruiter will have an opportunity to 
prescreen candidates before arranging 
interviews . 

d. The Recruiter will exercise judgment, in 
the light of local conditions, in making 
arrangements with the Placement Director 
as to the timing and location--on or off 
the campus — of his interviews . In making 
his arrangements, he will avoid the 
appearance or implication of either 
collusion or covert recruitment. _ In. 
instances of referral of or application 

by an individual directly to the Recruiter, 
the Recruiter will make whatever interview 
arrangements are appropriate in each case. 

e. Recognizing that Placement Directors ere 
having difficulties at some colleges end 
universities in justifying their functions 
and maintaining their position within their 
respective administrations , Recruiters 
will cooperate to the greatest practicable 
extent in informing Placement Directors 

of their off-campus interviews. 

f. Recognizing that conditions will vary 
considerably from campus to campus, ar d 
because Placement Directors will be ir 
contact with each other through the 
various regional meeting of College 
Placement Associations, Recruiters . are 
encouraged to attend their own regional 
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Page 3, Conference of Professional Recruiters Concerr ing 
College and University Recruiting 

Association meeting to ensure that our 
policies and procedures, i'f questioned, 

■ are uniformly understood. 

2. We believe that Placement Directors and other 
school officials are generally aware of and sympathetic 
toward our policy of avoiding confrontation with stuoent 
radicals, and that this policy, therefore, need not be 
emphasized further as a reason or justification for our 
change in procedure. Instead, emphasis should be on 
the changing nature of our requirements which necessitates 
a shift from the traditional, volume-oriented approach 
to the selective use of specialized sources of application 
and referral. In our academic recruitment activity we 
will continue to hold to the twin objectives of a "low 
profile" and a steady flow of qualified applicants in 
selected fields. I 1 


Chief, Recruitment Division 
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23 May 1970 


Mr* Arch W. Hunt 
Director of Placement 
P. 0. Box 6237 
Baylor University 
Waco, Texas 76706 

Dear Mr. Hunts 

As this academic year comes to a close, I want to thank you 
for the splendid support and assistance your office has rendered 
the recruitment program of Central Intelligence Agency. You have 
advertised our personnel needs, provided excellent interviewing 
facilities, greeted us with a gracious staff, and permitted us to 
talk with outstanding young men and women. For all these courte- 
sies, we thank you. 

As ve look at our recruitment needs for next year, we see 
fewer vacancies to fill; thus, we propose to modify our recruit- 
ment activities on campus . My campus visits will be in response 
to direct inquiries received from students, referrals from, pro- 
fessors , and referrals from your office. I may solicit inquiries 
by advertisement in your campus newspaper early next fall (see 
attached example ) . As the need arises, I will be in touch with 
you to determine whether or not your facilities will be available 
for interviews* 

During the summer I probably will visit with you to expand 
on the above points. Meanwhile, please accept our appreciation 
of your outstanding services. 


Sincerely yours. 


Southwest Personnel Representative 
Central Intelligence Agency 
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Rewarding Careers with the Central Intelligence Agency 


FIELDS OF PARTICULAR INTEREST TO CIA 


CARTOGRAPHY 
EARTH SCIENCE 
ECONOMICS 

ELECTRONIC ENGINEERING 
FOREIGN AREA STUDIES 
GEOGRAPHY 



GRAPHIC ARTS 

languages (Oriental and Slavic) 
LIBRARY SCIENCE 
MATHEMATICS (Computer Science) 
PHYSICS 

PSYCHOLOGY (PhD only) 


All positions are in the Washington, D.C. Area; some offer opportunities for Foreign Travel 

U. S. Citizenship is required 


interested Senior and Graduate students coir.nl a tin? work 
aoova aay obtain additional information 

. »nd a proadd ressed resume form at the Placement Office, 
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25 May 1970 


MEMORANDUM FOR: 
SUBJECT : 
REFERENCE : 


OP/Recruitment Division 

Special Recruitment Requirements for NPIC 

Our Memorandum, same subject, dated 
27 February 1970 


1. A continuing review of our personnel situation reveals 
that losses in the Illustrator area have increased the vacancies 
from five (5) as reported in the referenced memorandum to a current 
total of nine (9). We now have 13 Illustrators in Process, but we 
know from experience that many of these will not reach the pom 

of entering on duty. 

2. In view of the foregoing, we wish to emphasize our need 
fnr Illustrators and request that special attention be g ven y e 
reciters to Recruitment Guide #72-8 which outlines the Illustrate 
position and qualifications desired. 


25X1A 


Chief, Personnel Branch, NPIC 
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26 March 1970 


MEMORANDUM FOR: All Recruiters (FY 70-29) 

SUBJECT : The Present Clerical Situation 


1. Prov ision al Cle arances : Until further notice, 
do not discuss "provisioned" clearances with clerical 
candidates. If you have not yet submitted cases of 
applicants with whom you have discussed "provisional", 
please recontact them and explain that we can only 
offer full clearances for the time being. 

2. Female Clerks: Until further notice, do not 
•submit cases of girls unless fully qualified in shorthand 
and/or typing. We have many female clerks in the pool 
with very few requirements. 

3. Male Clerks: Make a particular effort to 

develop cases of young men at GS-03 ana GS-04 (military 
experience usually makes the difference between the grade 
for assignment as "Couriers" (really in-house messengers) 
or File Clerks (they normally have no choice as to 
which assignment). 


Chief , Recruitment Division 
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25 March 1970 


-4 


MEMORANDUM FOR: Chiesf, Recruitment Division 
SUBJECT : Report on Applicant Files 


25X1A 


1. There has been little change in the highly selective 
"buying" of applicants that we have been stressing for some 
time, and any change is tow'ard more selectivity. In spite of 
this, we received five more new applicant files in February 
1970 than we did in February 1969 - 337 this year and 332 last 
year. 


2. | |reports that its pipeline is about full and they will 

start to send delay letters to present applicants with the advice 
that they will review their applications again in a few months. 

It follows, therefore, that applications should be accepted from 
only highly qualified people and with the understanding that any 
action may be many months away. 


25X1A 


Chief/ Staff Personnel Division 

V / 
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